Self-determination theory assumes that there are two motivational orientations: intrinsic and extrinsic motivation. Money is a means to different ends, thus considered an external source of motivation, but individuals may also attribute other meanings to it. The aim of this research was to study the relationship between motivational orientation and the attitude towards money in young employees in Brazil. The sample consisted of 163 young workers attending a Business Administration program at a public university in Fortaleza, Brazil. The Work Preference Inventory (WPI), the Love of Money Scale (LOMS) and a socio-demographic questionnaire were applied. The data was examined using descriptive statistics, correlations, factor analysis and cluster analysis and comparisons. The individuals' motivational orientation to work was found to be associated with their attitude towards money. Two profiles were identified, based on their differences between source of motivation and perception of money as a reward and as evil. Identifying the profiles that connect motivation with meaning of money may allow organizations to design and implement compensation systems according to their employees' needs.
Introduction
Motivation is a fundamental issue in psychology, both in terms of biological drives and social influence. In the corporate scenario, where interest is directed towards improving the performance of employees to achieve the goals of the organization, motivation remains a major challenge given the coexistence of diverse interests and distinct motivations (Bergamini, 1990) How to move individuals to consistently take action within a complex and diverse environment is one of the topics of interest to organizations.
According to Deci and Ryan (1985) , psychological motivational theories seek to identify the direction and power of human behavior. Several theorists have studied motivation (Deci & Ryan, 1985; Maslow, 1970; Ryan & Deci, 2000a; Skinner, 1953 Skinner, /2003 Vroom, 1970) and although they do not differ about the object of research, their studies originate from different influences. The field of motivation is a vast and complex theoretical tangle, and its ideas can be guided by behaviorist, cognitive and humanistic psychoanalytic principles (Penna, 2001 ).
As part of this wide theoretical ground, the Self-Determination Theory (SDT) is a macro-theory of human motivation, personality development and wellbeing, developed by Edward L. Deci and Richard M. Ryan in the 1970s (Deci and Ryan, 1985a) , and research continues to the present time (Ryan & Deci, 2000a , 2000b . The hypothesis that humans are organisms instead of mechanisms represents the starting point of the humanist vision adopted in the study of SDT. According to the authors, the objective of research on SDT is to clarify the organic and humanistic hypothesis behind motivation using empirical methods. Two main traditions of psychology are the foundation of the SDT: the assessment of people as organisms by the psychoanalytic tradition, and the use of empirical research methods. Therefore, the SDT can be described as a humanist-empirical one (Deci, 1998) .
Most motivational theories conceive motivation as a unitary phenomenon that can be measured in degrees (Ryan & Deci, 2000a ): a person who does not feel driven to act is considered unmotivated; a person who feels inspired to act for a particular purpose is considered to be motivated. However, people's motivation does not differ only in amount -poorly or very motivated-but also in orientation, which is based on reasons or goals that cause action (Deci & Ryan, 1985) . Consequently, the SDT focuses on the interaction among extrinsic forces acting upon people, the individual's own intrinsic forces and basic human needs of competence, autonomy and relatedness (Dysvik & Kuvaas, 2012; McCally, 2010; Ryan & Deci, 2000b) .
In this regard, some authors (Amabile et al., 1994; Ebert, 2010; Dysvik & Kuuvas, 2012; Deci & Ryan, 2000) have defined types of motivational orientations. Some people seem driven in their work by passion, they find their tasks enjoyable and their involvement and participation are their own reward. This is an autonomous motivation, better known as intrinsic motivation (IM). On the other hand, there are people who seem more motivated by external incentives, their activities are conducted in order to attain a desired consequence or to avoid punishment; this is extrinsic motivation (EM). IM is based on volition and choice while EM is instrumental, based on pressure to act and respond to potential environmental consequences resulting from the performance (Deci & Ryan, 1985; Dysvik & Kuuvas, 2012) . Research suggests that motivational orientations can be, aside from a result from social consequences, a relatively stable individual difference (Amabile, 1985; Amabile et al., 1994) .
In order to evaluate both motivational orientations in labor and school contexts, Amabile and colleagues (1994) developed the Work Preference Inventory (WPI). Two versions of this instrument were developed, varying in five items that assess compensation: working adults receive wage and promotions, while students are rewarded with good grades and accolades. The remaining items measure factors that are comparable between both populations. Ultimately, the WPI was conceived as an assessment of individual differences in terms of whether people consider themselves intrinsically or extrinsically motivated to carry out their activities. It has been established that IM and EM have a distinct influence on employees' outcomes (Gagné & Deci, 2005) . While there is a positive relationship between extrinsic motivators and effort at work (Dysvik & Kuvaas, 2012) , it has also been found that people with high IM at the workplace have greater motivation and tend to need less supervision (Pascual, Prelec & Dunfield, 2013) .
Money-based rewards are considered powerful motivators (Furnham, 1996; Luna & Tang, 2004; Medina, Gallegos & Lara, 2008; Tang, 1992 Tang, , 1993 Tang, , 1995 Tang, , 2007 Tang, , 2010 Tang, Kim & Tang, 2000) . Money increasingly acquires value as a result of its perceived instrumentality to access other desired results (Lea & Webley, 2006; Vroom, 1970) . The meaning of money depends on the individual but money itself is an objective means to obtaining goods and fulfilling needs and desires, so it is indispensable and it influences several aspects of modern life. Tang (1992) indicated that social values are related to money matters and argued that in a materialistic society, people are highly driven by money and see money as a source of power and happiness.
Researchers have examined the attitudes towards money, seeking to define the cognitive structure of this construct and the variables related to it (Moreira, 2002) , as well as its relation to motivation, satisfaction and job performance (Medina, Gallegos & Lara, 2008; Tang, Kim & Tang, 2000) . Considering money as an individual difference attribute can have a significant impact in the design and implementation of organizational compensation systems (Lim, 2003) .
In order to measure this construct, Luna-Arocas and Tang (2004) developed the Love of Money Scale (LOMS), which has been tested in several cultures, languages and religions (e.g. Wong, 2008) . The LOMS was originally applied to Spanish and American university professors to examine their relation to money and their intrinsic and extrinsic work satisfaction. Five factors originated using exploratory factor analysis: Budget, Success, Motivator, Equity and Evil. Using these factors, the authors performed a cluster analysis and identified four profiles of professors in relation to money: Achieving Money Worshippers, Careless Money Admirers, Apathetic Money Managers and Money Repellent Individuals.
The Apathetic Money Managers were more intrinsically satisfied, had internal locus of control, were more self-determined and therefore did not do activities for the money but the satisfaction that they provided. The Achieving Money Worshippers considered money a symbol of success and status, and they also managed their money carefully. Thereby, they were more motivated by money than the other groups and best performed within a system of rewards for job performance.
Individuals classified as Careless Money Admirers were extrinsically satisfied, had external locus of control and were less self-determined. Individuals in this group were concerned with extrinsic rewards which lead to less intrinsic satisfaction. Money is an important motivator for these individuals and there was a possible implication, highlighted by more recent studies (Kouchakia et al., 2013; Pascual et al., 2013; Wong, 2008) , that these individuals may be tempted to engage in unethical behavior inside their organizations. Finally, the Money Repellent Individuals presented more negative attitudes towards money. Individuals in this group characterized money as evil, they considered it was not a reflection of success and it did not function as reinforcement for them. Considering these four profiles, organizations ought to establish different strategies in order to motivate their employees as a whole and individually (Medina, Gallegos & Lara, 2008) .
Despite the significant progress in motivational research, the intrinsic and extrinsic motivational orientations in organizational environments need to be further studied, mainly in geographical areas most deprived of attention, as is the case of Brazil. The knowledge of the motivational profile of employees and the meaning that they personally attach to money is strategically interesting because it enables organizations to plan the direction of their motivational support efforts.
Consequently, this study aims to answer the following question: what is the relationship between the attitude towards money and the motivational orientation to work? To answer this question, the general objective of this research is to differentiate young workers attending a Business Administration program at a public university in Fortaleza, Brazil, by their attitude towards money and their motivational orientation. To achieve this objective, the following hypotheses are proposed: 
Method

Participants and procedure
A convenience non-probabilistic sample was considered, applying 180 questionnaires to young people who had a daytime job and attended night school. 17 subjects were excluded on account of being unemployed. Thus the final sample consisted of 163 young employees attending a Business Administration program in a public university of Fortaleza, Brazil. 58.9% of the participants were male and 41.1% female, ranging in age from 18 to 35 years with a mean age of 22.7 years (ED= 2.1). 90.7% were single and 9.3% married, and five people from the latter group declared to have children.
Once ethical clearance for the study was obtained, the questionnaires were applied during April 2011, in compulsory Business Administration courses at the public university, by a trained researcher who provided the instructions. Participants remained anonymous and spent on average 20 minutes filling out the questionnaire.
Due to the complete randomness of missing cases, the non-responses to certain questionnaire items -missing values-were excluded for the factor analysis using list-wise deletion. Another tested assumption was the absence of outliers, i.e., a response deviating from the standard of other observations in the sample. Thus, no questionnaire was discarded due to outliers or missing values.
Instruments
The questionnaire was divided in three sections. The first one was the 30 item Work Preference Inventory (Amabile et al., 1994) . The second section was the 15 item Love of Money Scale (Luna and Tang, 2004) . The last section enquired about socio-demographic variables such as gender, age and marital status.
Initially, the 30 WPI items were translated from English to Portuguese by an expert in English language, based on a previous translation made by Guimarães and Bzuneck (2002) . Although these authors have applied the WPI to students following Amabile et al. (1994) , this scale differs in five items which assess compensation Contaduría y Administración 60 (1), enero-marzo 2015: [11] [12] [13] [14] [15] [16] [17] [18] [19] [20] [21] [22] [23] [24] [25] [26] [27] [28] [29] [30] in the workplace. The 15 LOMS items (Luna-Arocas and Tang, 2004) were also translated by experts in English language, in conjoint work with the researchers.
The four-point Likert-type scale for the WPI was the one used by Amabile et al. (1994) . For the LOMS, the same Likert-type scale was adopted to maintain the questionnaire format, although this differs from the original scale used by Luna-Arocas and Tang (2004) . Therefore, for the 30 WPI items, 1 corresponds to "it is never true for me" and 4 corresponds to "it is always true for me." In the LOMS, 1 corresponds to "I strongly disagree" and 4 to "I strongly agree".
An Factor Analysis (EFA) was conducted to identify representative factors from the WPI and the LOMS. For both scales, the following criteria were adopted: communality was extracted from items higher than 0.4; Bartlett's Sphericity Test was significant at 5%; the Kaiser-Meyer-Olkin (KMO) test should be superior to 0.6. To estimate factor loadings, the principal components method was used, and in order to determine the number of factors, greater-than-one values criterion was used. For both scales, the normalized varimax rotation method was used, as recommended by Hair et al. (2005) .
Results
Factor analysis
For the motivational orientation scales, the Kaiser-Meyer-Olkin (KMO) and Bartlett's Test of Sphericity were examined first to test the adequacy of the factor analysis. As shown on table 1, MSA scores were 0.645 and 0.622 and Bartlett's Sphericity was significant, considering the appropriate data for the factor analysis. .000
The EFA conducted for the WPI grouped the items into two factors (table 2) and explained 40.75% of the total variance: 22.36% corresponded to the first factor, Intrinsic Motivation (IM), and 18.39% corresponded to the second factor, Extrinsic Motivation (EM). Following the procedures performed by Amabile et al. (1994) , bi-dimensionality was forced by setting a two-factor extraction. As argued by these authors, although IM and EM may have similarities in their various components, data suggest that the two are distinct constructs. Eight items from each factor were excluded due to low communality.
The reliability of the IM and EM scales was tested using Cronbach's alpha, and the values obtained were 0.71 for IM and 0.65 for EM. The values obtained by Amabile (1994) were 0.79 and 0.78 respectively. According to Kline (1999 , cited in Field, 2009 ), these are acceptable values, since results below 0.7 can be expected from psychological constructs due to the diversity of constructs measured. figure 1 .
Thus, the instrument ranges between + 24 as maximum value for EM and -24 as maximum value for IM. Individuals with a negative factor (MO <0) are intrinsically motivated. Accordingly, individuals with a positive factor (MO> 0) are extrinsically motivated.
Figure 1 Factors for the motivational orientation construct: Intrinsic Motivation (IM) and Extrinsic Motivation (EM)
The EFA conducted for the LOMS grouped the items into three factors as shown in table 3, and accounted for 48.27% of the total variance: 18.91% corresponded to the Budget factor, 15.50% to Motivator factor and 13.86% to Evil factor. Concerning the fourth factor in the original construct, Equity, three items were excluded due to low communality. These results are in line with findings from previous studies by Luna-Arocas and Tang (1998) , in which the Equity factor has a low reliability index. The brief version of the scale applied by Tang (1995) also included three factors: Success, Budget and Evil. Each of these indicates different attitudes towards money. Factor 1, named Budget, comprised four items about money management. Factor 2, Motivator, is made up of four items that define money as an element of personal success and a motivational force. Factor 3, Evil, is made up of four items that define money as an element that generates negative changes in those who possess it.
Table 3 Grouping of the LOMS items after EFA
The reliability of the Budget, Motivator and Evil scales resulting from the EFA was tested using Cronbach's alpha, obtaining 0.737 for Budget, 0.669 for Motivator and 0.647 for Evil. The items "The work that requires low skills and little responsibility should pay lower wages", "People doing the same job should be paid according to performance" and "People who are doing the same work must be paid in the same way", referring to the Equity factor in the original construct, were excluded due to low communality (cutoff value 0.400).
Correlations
Pearson's correlation coefficient was used to assess the relations between motivational orientation factors and attitudes towards money. Relations between the LOMS factors and the WPI factors are weak but significant, as shown on table 4. It appears that extrinsic motivation correlates positively with Budget and, more strongly, with Motivator (0.441), and correlates negatively with Evil (-0.273 
Cluster analysis
A cluster analysis was conducted based on the factor scores identified for both scales, in order to recognize profiles based on the relationship between attitudes towards money and motivational orientation. Using the three factors resulting from the LOMS and the MO construct, a cluster analysis was conducted following the Two Step Cluster method. The results allowed classifying individuals into two clusters, according to Cluster 1 represents 36.9% of the sample and corresponds to individuals driven by money, who have a positive relationship with money as a Motivator (0.41) as well as with the Budget factor (0.20), and a negative relationship with the Evil factor (-0.69). These individuals displayed a positive motivational orientation, that is, they are extrinsically motivated (1.28). This supports hypothesis H 1 .
Cluster 2 comprises 63.1% of the sample. These individuals are opposed to money, have a negative relationship with the factors Motivator (-0.26) and Budget (-0.12), and a positive relationship with money as Evil (0.45). Regarding motivation for activities, this group has a negative motivational orientation (-0.76) , that is, they are intrinsically motivated, thus confirming H 2 .
A t Test (table 6) confirms that the differences between clusters are statistically significant for all variables, except for Budget. Thus people who are driven by money differ from those who reject it in terms of motivational orientation and the perception of money both as reinforcement or reward and a source of potential unethical behavior. They do not differ in money management. 
Conclusions
The study of motivation in the workplace receives considerable attention in the business and psychology literature, due to its close relationship with individual and organizational productivity (Tamayo & Paschoal, 2003) . Given the complexity of the current economic and social environment, and the need to ensure survival, organizations require consistently motivated employees to achieve their goals (Gondim & Silva, 2004) .
The assumptions of the SDT point to the existence of two types of motivational orientation, called intrinsic motivation and extrinsic motivation. As Deci and Ryan (1985) describe, intrinsic motivation refers to engaging in an activity simply for the satisfaction and pleasure of doing it, while for extrinsic motivation this engagement is a consequence of the goal to be achieved. In the present study, factor analy- Amabile et al. (1994) , intrinsic and extrinsic Motivation. However, there are some differences in the internal distribution of the items which called for the removal of some due to low theoretical consistency or low communality. This is an interesting finding given that Loo (2001) also reported the item elimination when the questionnaire is applied to a sample of business administration graduates. Similar results were obtained by Stuhlfaut (2010) in his research with young employees in advertising: while the original two factors emerge, the item distribution within each factor varies in relation to the original scale. This would suggest that the scale behaves differently in young people with little work experience. This should be addressed in future research by a confirmatory analysis, in order to develop a robust scale for this population.
Regarding the relation between money and motivation, according to Deci (1998) , money as a reward is a powerful force and has a seductive quality, although it may also have different meanings for each individual (Gellerman, 1976) . In this instance, the Love of Money construct (Luna & Tang, 2004) allows assessing the meaning and importance given to money and it may provide a framework for everyday life, including in the workplace (Wong, 2008) .
In order to better understand the relationship between motivation to work and attitudes towards money in young employees, it was relevant to identify profiles in those terms, thus defining the characteristics of a money-driven profile and an opposed-to-money one. The clusters allowed to further testing the hypotheses that (1) people driven by money would most likely be extrinsically motivated, and (2) people opposed to money would be intrinsically motivated.
These profiles differed clearly in relation to intrinsic/extrinsic motivation and their perceptions towards money as motivator and evil. Meanwhile, Budget is different for both groups but it is not significant. This would suggest that handling and managing money cannot be avoided, regardless of the individual's negative or positive perception of it. On the other hand, the Achieving Money Worshipper profile described by Luna and Tang (2004) , which highlights the Budget factor, include people with higher income, more work experience and older. It is likely that most participants in this study, due to their age, have little work experience and may have not yet fully developed attitudes and skills for managing money properly.
Based on the expectation theory by Vroom (1970) , Porter and Lawler (1988) ar-gue that the effort or motivation to work is a result of how attractive the reward seems and how the person perceives the relationship between effort and reward. These authors also establish the relationship between performance and rewards. In addition to its exchange value, money has a psychological, personal significance and value. From this perspective, people want to make money not only because it allows them to meet their physiological needs, but also because it provides the conditions for meeting social, self-esteem and self-actualization needs. Money is a means, not an end. In this regard, Porter and Lawler postulate that if people believe there is a direct or indirect relationship between increased salary and performance, money can be an excellent motivator. In the present research, this kind of motivation may be the foundation of Cluster 1. Therefore, if people in this group perceive that their performance is simultaneously possible and necessary to make more money, they will perform in the best possible way.
In contrast, for people in Cluster 2, it is likely that money itself has little to no effect on their behavior and performance. For these individuals, once their basic needs are met, it may be more important to have other incentives such as more paid vacation days, better insurance benefits and daycare services for their children. Based on the findings by Judge et al. (2010) it may be assumed that, for Group 2, income goals based on the pursuit of power, competition or external control appear to be less gratifying and less effective than income goals based on the search for security, family support and recreation.
This study provides support to future research on the relationship between motivational orientations of young employees and their attitudes towards money. It also provides organizations with the knowledge that motivational support should vary according to the meaning given to money by the employees and the motivational orientation that they have; money can be a positive reinforcement or no reinforcement at all to execute tasks and to achieve goals. Some studies report that increased access to money can be more satisfying for the relatively disadvantaged, for whom deprivation of basic needs is the basis of their daily experience (Crosby, 1976; Sweeney, McFarlin, & Inderrieden, 1990; Judge et al., 2010) . Therefore, the value of money and its relation to money itself as an extrinsic motivator may be more important for those at the lower end of the wage scale. This is an issue that should be addressed in future studies by comparing attitudes toward money, motivation styles and wage levels. Gender and age are variables that must also be considered in the psychology of money that were absent from this study. Some studies (Tang, 1994; Luna-Arocas & Tang, 1998) have shown that older people and women tend to use money more carefully, and future research should explore whether this tendency in women remains the same in younger generations.
Also, in the future, longitudinal research should explore the causal effects of the emotional associations with money and its relation with work motivation, and if such is altered along the individual's development in the workplace and career. This is because one of the limitations of the study is that the sample considered only young workers who were also undergraduate students, which is a condition which cannot be made general to other types of employees.
Lastly, the findings from this study may provide guidance from the field of psychology to business managers, since, from the understanding of human behavior based on the theoretical perspectives of motivation and meaning of money, companies can direct their incentives and motivational programs for positive reinforcement towards superior performance.
